Introduction
Several evidences suggest that individuals who are high in emotional intelligence are more likely to perform a higher level of performance outcomes. Carmeli and Josman (2006) investigated the relationship between emotional intelligence (BarYOn, 2000) and two characteristics of work outcomes including task performance and two types of organizational citizenship behaviors, altruism and compliance an reported positive relationships between emotional intelligence and employees' work outcomes. Appelbaum et al. (2004) developed an action plan to move from current culture to preferred expressed culture beginning by rewarding team activity rather than individual activities; improving employee satisfaction even if the observed level were medium to high. Bienstock et al. (2003) studied organizational citizenship behavior, with its framework of organizational rights and responsibilities. The study indicated that service employee perceptions were positively associated with organizational citizenship behaviors. In addition, it showed that these behaviors could yield in more effective service delivery to organizational standards and enhanced customer perceptions of service quality. Bolino and Turnley (2003) provided an overview of the issues that are responsible for producing citizenship behaviors and described how different firms could develop practices that foster and sustain employee citizenship. They also explained how citizenship behaviors should be monitored and managed in order for such behaviors to have enhancing rather than deleterious impacts on organizational and employee performance. Jung and Yoon (2012) performed an investigation to understand the interrelationships among the emotional intelligence of employees in a deluxe hotel, their counterproductive work behaviors, and organizational citizen behaviors in Korea. The results indicated that as elements of emotional intelligence, others' emotion appraisal, use of emotion, and self-emotion appraisal significantly influenced on counterproductive work behaviors, whereas self-emotion appraisal and use of emotion influenced on organizational citizen behaviors. Chiu and Chen (2005) reported that job variety and job significance influenced positively on OCB, whereas job identity, job autonomy, job feedback and job interdependence were not substantially associated with OCB. In addition, in their survey, job satisfaction, especially intrinsic satisfaction, was a mediating mechanism of the relationship between job variety, job significance and OCB.
The proposed study
This paper presents an empirical investigation to study the roles of emotional intelligence (EI) and job satisfaction (JS) (Bateman & Organ, 1983) on employees' organizational citizenship behavior (OCB). (Brightman & Moran, 1999; Barroso Castro et al., 2004) . The study is performed among some randomly selected employees who worked for an Iranian bank in province of Karaj in 2014. The sample size of the proposed study is calculated as follows,
where N is the population size, and N=230, the number of sample size is calculated as n=140. Fig. 1 shows the structure of the proposed study. There are two main hypotheses associated with the proposed study of this paper as follows, 1. There is a relationship between emotional intelligence and job satisfaction.
2. There is a relationship between job satisfaction and organizational citizenship behavior.
The study uses the questionnaire developed by Organ (1998) to measure organizational citizenship behavior (OCB). To measure emotional intelligence, the study uses Cyberia Shrink emotional intelligence quiz. Finally, to measure job satisfaction, the study uses a revised version of the questionnaire introduced by Smith et al. (1969) .
Personal characteristics of the participants
In our survey, 88% of the participants were married, 12% of them were single and nearly 75% of them were aged 30-40. In addition, about 92% of the participants hold some university education with good job experiences. Fig. 2 shows some of the personal characteristics of the participants.
Age
Years of education Years of job experience Table 1 shows the results of some basic statistics associated with the proposed study. In addition, the implementation of Kolmogorov-Smirnov test has indicated that all three variables of the proposed study are normally distributed when the level of significance was five percent. 
The results
In this section, we present the results of testing different hypotheses of the survey. Table 3 also shows the results of Pearson correlation ratios between emotional intelligence and its factors on one side and organizational citizenship behavior. As we can observe, there are some positive and meaningful relationships between different components and we can conclude that there was a strong and positive relationship between EI and OCB (r = 0.976, Sig. = 0.000). Table 4 demonstrates the results of relationships between job satisfaction and organizational citizenship behavior. Again, we observe a positive and meaningful relationships between organizational citizenship behavior and job satisfaction (r = 0.978, Sig. = 0.000).
Table 4
The results of Pearson correlation between job satisfaction (JS) and organizational citizenship behavior 0.000 0.000 0.000 0.000 0.000 0.000 sig *P < 0.05 **P<0.01 Table 5 demonstrates the results of step-wise regression model between OCB as dependent variable and emotional intelligence components as independent variables. As we can observe F-value is statistically significant, which means there are some linear and meaningful relationships between OCB and EI components. Durbin-Watson is within desirable level, which means there is no autocorrelation among residuals and finally, Adjusted R-Square is equal to 0.953, which means independent variables could describe 95% of the changes on dependent variable. Moreover, all t-values are statistically significant and we can conclude that all EI components positively influence on OCB. Finally, we study the relationship between job satisfaction and organizational citizenship behavior and Table 6 shows the results of our survey. As we can observe F-value is statistically significant, which means there are some linear and meaningful relationships between OCB and JS components. Durbin-Watson is within desirable level, which means there is no autocorrelation among residuals and finally, Adjusted R-Square is equal to 0.96, which means independent variables could describe 96% of the changes on dependent variable. Moreover, all t-values are statistically significant and we can conclude that all JS components positively influence on OCB.
Conclusion
This paper has presented an empirical investigation to study the roles of emotional intelligence (EI) and job satisfaction (JS) on employees' organizational citizenship behavior (OCB) on selected employees who worked for an Iranian bank in province of Karaj. The results of Pearson correlation have indicated that there were some positive and meaningful relationships between EI as well as JS with OCB. In addition, the results of Stepwise regression have indicated that there were some positive and meaningful relationship between all components of EI and JS with OCB. The results of this survey are consistent with other findings reported on the literature (Bateman & Organ, 1983; Barroso Castro et al., 2004; Carmeli & Josman, 2006) .
